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POLICY: .01 The Laboratory provides reasonable accommodation 

to employees with disabi l i t ies ,  unless  
accommodation would impose an undue hardship on 
the Laboratory.   Reasonable accommodation is  
considered on a  case-by-case basis  and involves 
considerat ion of  product ivi ty,  safety,  costs ,  and 
eff ic iency in the operat ion of  the Laboratory.  

 
 
DEFINITIONS: 
 

Employee with a .02 As defined by appl icable  laws,  an employee with a   
Disability   d isabi l i ty  is  one who 

Has a  physical  or  mental  impairment  that  
substant ial ly  l imits  one or  more major  l i fe  
act ivi t ies  ( for  example,  abi l i ty  to  communicate  
or  to  move about) ;  

Has a  record of  such an impairment;  or  

Is  regarded as  having such an impairment .  

NOTE:   In  general ,  an employee who has a  
record of  an impairment  is  one who is  recovered 
from a disabi l i ty  but  who is  s t igmatized because 
of  having had the disabi l i ty  or  who has been 
misclassif ied as  having a  disabi l i ty  that  he or  
she did not  actual ly have.   An employee who is  
regarded as  having a  disabi l i ty  is  one who is  
perceived as  having a  disabi l i ty  by supervisors  
or  managers ,  whether  or  not  a  disabi l i ty  actual ly 
exis ts .  

 
 

Qualified Employee with .03 A qual i f ied employee with a  disabi l i ty  is  an  
a Disability   individual  who,  with or  without  reasonable 

accommodation,  can perform the essent ial  funct ions 
of  the job in  quest ion.  

 
 

Work Restrictions .04 Work restr ic t ions are  job act ivi t ies  that  a  l icensed 
medical  provider  has  determined the employee with 
a  disabi l i ty cannot  perform because of  a  physical  or  
mental  impairment .  

Administrative Manual  This subject has been renumbered. 
Los Alamos National Laboratory  This page was first printed on February 28, 1991 



AM 118 
September 20, 1993 

 

Employees with Disabilities 

 
 

Reasonable .05 Reasonable accommodation is  the modif icat ion of   
Accommodation   the work environment  or  responsibi l i t ies  to  enable 

a  qual i f ied employee with a  disabi l i ty  to  perform 
the essent ial  funct ions of  a  specif ic  posi t ion.   
Reasonable accommodation may include,  but  is  not  
l imited to ,  the restructur ing of  job dut ies ,  the 
purchase of  equipment  or  services  to  faci l i ta te  job 
performance,  and/or  the physical  re locat ion of  a  
job.   A reasonable accommodation should not  
impose an undue hardship on Laboratory operat ions 
or  create  a  direct  threat  to the heal th or  safety of  
the employee or  others .  

 
 

Essential Job Functions .06 Essent ial  job funct ions are  those tasks that  are  
fundamental  to  the job as  a  matter  of  business  
necessi ty,  as  opposed to marginal  tasks that  are  
incidental  or  per ipheral .  

 
 

Undue Hardship .07 An undue hardship is  any act ion requir ing 
s ignif icant  diff icul ty or  expense or  that  would 
fundamental ly al ter  the nature or  operat ion of  the 
business .  

 
 

Direct Threat .08 A direct  threat  is  a  s ignif icant  r isk of  substant ial  
harm to the heal th or  safety of  the employee or  
others .  

 
 

Alternate Placement .09 Alternate  placement  is  the at tempt  to  place a  
qual i f ied employee with a  disabi l i ty  in  another  
Laboratory posi t ion.   Alternate  placement  is  
a t tempted only i f  the employee’s  supervisor  
determines that  no reasonable accommodation can 
be made to enable the employee to  perform the 
essent ial  funct ions of  the current  posi t ion.   See .18-
.24.  

 
 
RESPONSIBILITIES: 
 

Employees .10 Employees must  

Notify their  supervisors  when they have 
physical  or  mental  condi t ions that  may 
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adversely impact  their  job performance or  their  
heal th or  safety or  that  of  others;  

Cooperate  with the Occupat ional  Medicine 
Group (HS-2)  in  the complet ion of  medical  
and/or  psychological  tes ts  and examinat ions,  
when required;  

Provide HS-2 with requested medical  
documentat ion in  a  t imely manner;  

Cooperate  with supervisors  and other  
Laboratory organizat ions in  their  a t tempts  to  
make reasonable accommodation and/or  
a l ternate  placement .  

 
 

Supervisors .11 Supervisors  must  consul t  with HS-2 as  soon as  they 
become aware that  an employee’s  behavior  or  job 
performance may have been adversely affected by 
physical ,  mental ,  or  emotional  condi t ions.   
Supervisors  may require  employees to  report  to   
HS-2 for  medical  evaluat ion.  

 
 .12 Supervisors  of  employees with disabi l i t ies  must  

Obtain the employees’  suggest ions for  possible  
accommodation in  the current  posi t ions;  

Attempt  to  provide reasonable accommodation 
that  wil l  enable employees to  perform the 
essent ial  funct ions of  their  current  posi t ions;  
and 

Ensure that  employees with disabi l i t ies  are  
afforded equal  opportuni t ies  for  professional  
development  and advancement .  

 
 

HS-2 .13 HS-2,  in  cooperat ion with the employee’s  medical  
provider ,  determines the work restr ic t ions 
necessary to  al low the employee to  cont inue work 
and the est imated durat ion of  those restr ic t ions.  

 
 

Affirmative Action/ .14 The Affirmative Action/Equal  Employment   
Equal Employment   Opportuni ty Office (AA/EEO)  
Opportunity Office   
(AA/EEO)  Assists  supervisors  in  determining whether  

reasonable accommodation can be provided in  
the employee’s  current  posi t ion and 
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Coordinates  effor ts  a t  a l ternate  placement  of  an 
employee i f  the supervisor ,  based on advice 
from HS-2,  has determined that  the employee 
cannot  perform the essent ial  funct ions of  the 
current  posi t ion.  

 
 

Compensation Group   .15 The Compensat ion Group (PS-4)  assis ts  supervisors   
(PS-4)  and AA/EEO in performing job analyses to  ident i fy 

the essent ial  funct ions of  specif ic  jobs.  
 
 

Employment Group .16 When at tempts  at  a l ternate  placement  are   
(PS-1)  necessary,  the Employment  Group (PS-1)  assis ts  

employees with disabi l i t ies  in  ident i fying jobs for  
which they are  qual i f ied and assis ts  AA/EEO in 
ident i fying appropriate  avai lable  posi t ions.  

 
 
ACCOMMODATION AND  
PLACEMENT: 
 

HS-2 Medical .17 HS-2 conducts  a  medical  evaluat ion and provides  
Evaluation   information on the employee’s  work restr ic t ions to  

the employee’s  supervisor  and to AA/EEO.  I f  HS-2 
determines that  an employee cannot  return to  work 
for  the foreseeable future  in  the current  or  any 
al ternate  posi t ion,  with or  without  accommodation,  
then the act ivi t ies  descr ibed in  .18- .24 are  not  
performed and a  medical  separat ion may be 
appropriate .   See .33 and AM 113.  

NOTE:   I f  HS-2 determines that  the employee 
has a  temporary impairment ,  AM 117 appl ies .  

 
 

Supervisor’s Attempt to .18 When an employee develops a  disabi l i ty  that   
Accommodate in   prevents  the performance of  the essent ial  funct ions  
Current Position   of  the job,  the supervisor  determines,  based on the 

information provided by HS-2,  whether  
accommodation can reasonably be provided within 
the employee’s  current  posi t ion.   Before making 
this  determinat ion,  the supervisor  requests  and 
considers  the employee’s  suggest ions for  
accommodation.   AA/EEO assis ts  the supervisor  in  
ident i fying and evaluat ing possible  
accommodations.   When necessary,  funding for  
accommodations may be requested from the 
Disabi l i t ies  Issues Board (DIB).   See .26.
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 .19 The supervisor ,  with assis tance from AA/EEO, 

prepares  a  record of  the essent ial  job funct ions that  
the employee is  not  performing,  any 
accommodations that  were considered,  and the f inal  
determinat ion regarding accommodation.   I f  no 
accommodation can be provided and the group-
level  manager  requests  assis tance,  AA/EEO 
coordinates  the al ternate  placement  process .   See  
.21- .24 .  

 
 .20 The supervisor ,  with assis tance from AA/EEO, 

at tempts  to  complete  the evaluat ion of  a l ternat ives  
and reach a  decis ion on accommodation in  the 
current  posi t ion within 30 calendar  days af ter  
receiving HS-2’s  report  of  work restr ic t ions.   When 
an accommodation is  implemented on a  t r ia l  basis ,  
the f inal  decis ion on accommodation is  made on or  
before the conclusion of  the specif ied t r ia l  per iod.  

 
 

Alternate Placement .21 When al ternate  placement  is  necessary,  AA/EEO 
coordinates  effor ts  to  place the employee in  another  
avai lable  posi t ion for  which the employee is  
qual i f ied.   The search for  a l ternate  posi t ions is  
l imited to  job classif icat ions the employee 
indicates  he or  she is  wil l ing to  consider .   AA/EEO 
assis ts  select ing off icials  in  determining whether  
the employee could perform the essent ial  funct ions 
of  specif ic  posi t ions,  with or  without  reasonable 
accommodation.  

 
 .22 AA/EEO maintains  documentat ion of  the avai lable  

posi t ions ident i f ied,  the referrals  made to hir ing 
organizat ions,  and the resul ts .  

 
 .23 The at tempts  at  a l ternate  placement  are  usual ly 

completed within 90 calendar  days af ter  the 
supervisor  determines that  reasonable 
accommodation in  the employee’s  current  posi t ion 
cannot  be made.  

 
 .24 Waiver of  Advert isement —  A posi t ion to  be f i l led 

by an employee with a  disabi l i ty  does not  require  
advert is ing.   See AM 104.  

 
 
COST OF .25 Costs  of  reasonable accommodation for  employees  
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ACCOMMODATION:  with disabi l i t ies  are  usual ly borne by the 
employee’s  organizat ion.   When the cost  of  
accommodation cannot  be covered by the 
organizat ion’s  funds,  the organizat ion requests  
f inancial  support  f rom the DIB.   An AA/EEO 
Special is t  serves as  the l ia ison between request ing 
organizat ions and the DIB.  

 
 

Disabilities Issues Board .26 The DIB may provide funding for  reasonable 
accommodation of  employees with disabi l i t ies  when 
the cost  of  accommodation is  greater  than can be 
provided by the employee’s  organizat ion.   
Organizat ions submit  funding requests  to  the DIB 
through the AA/EEO Office.   The Laboratory’s  
Aff irmative Action/Equal  Employment  Opportuni ty 
Officer  chairs  the DIB.   Members include 
representat ives from each Laboratory directorate  
and representat ives from the Heal th and Safety 
(HS) Divis ion,  Human Resources Development  
(HRD) Division,  and Faci l i t ies  Engineering (ENG) 
Divis ion.  

 
 
SOURCES OF ASSISTANCE: .27 Organizat ions with specif ic  responsibi l i t ies  for  

accommodation or  placement  of  employees with 
disabi l i t ies  are  l is ted in  .13- .16.   Fol lowing are  
other  services  that  may be useful  to  employees with 
disabi l i t ies  or  their  supervisors .  

 
 

AA/EEO Specialist .28 In addi t ion to  the dut ies  descr ibed in  .25- .26,  the 
AA/EEO Special is t  informs employees of  
Laboratory pol icies  and procedures  per taining to  
individuals  with disabi l i t ies  and,  when requested,  
provides t raining and information to  assis t  
supervisors  in  the supervis ion of  employees with 
disabi l i t ies .  

 
 

HS-2 .29 In addi t ion to  the responsibi l i t ies  descr ibed in  .13 
and .17,  HS-2 provides confident ial ,  short- term 
counsel ing for  substance-abuse problems and 
mental ,  emotional ,  or  personal  issues.  

 
 

Counseling Section .30 The Counsel ing Sect ion of  the Employee Relat ions  
(HRD-1)  Group (HRD-1) provides short- term counsel ing for  

work-related issues and problems that  employees 
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with disabi l i t ies  may experience and provides 
consul tat ion as  requested for  supervisors  of  
employees with disabi l i t ies .  

 
 

Benefits Group (PS-3) .31 The Benefi ts  Group (PS-3)  provides information to 
employees with disabi l i t ies   about  benefi ts  for  
which they may be el igible  and assis ts  in  f i l ing 
claims for  such benefi ts .  

 
 

Risk management Office .32 Workers’  Compensat ion Program personnel  in  the  
(CONT-RM)  Risk Management  Office (CONT-RM),  with the 

assis tance of  HS-2,  determine the compensabi l i ty  of  
work-related injury claims and monitor  the s tatus  
of  approved claims.  

 
 
SEPARATIONS: .33 The Laboratory may ini t ia te  medical  separat ion 

procedures for  a  disabled employee for  whom no 
reasonable accommodation can be provided.   
Medical  separat ion of  a  disabled employee is  
ini t ia ted only af ter  complet ion of  a t tempts  at  
reasonable accommodation and,  i f  appropriate ,  
a l ternate  placement  as  descr ibed above.   See AM 
113.  

 
 .34 An employee may be terminated for  cause under  

AM 112 if  

The employee does not  return to  work af ter  HS-
2 cer t i f ies  that  the employee is  able  to  perform 
the essent ial  funct ions of  the current  posi t ion,  
with or  without  accommodation,  or  

The employee does not  accept  an offer  of  an 
al ternate  posi t ion at  the same or  an equivalent  
level ,  af ter  HS-2 cert i f ies  that  the employee is  
able  to  perform the essent ial  funct ions of  the 
al ternate  posi t ion,  with or  without  
accommodation.  
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